The burnout become as a result of staff turnover, so that job burnout is identified as a major issue in the human resources management arena, for both employees and management, especially in the hospitality industry. It was evident that there is a relationship between burnout and generations differences. This study aims to measure the relationship between employees' generations, job burnout and turnover from the perspective of resort hotel managers and supervisors. This study employed structured interview as the data collection instrument. The study chooses a convenience sample of 30 five and four star resort hotels in Sharm El-Sheikh to carry the research. The study showed that gen Y is mostly affected by job burnout compared to other generations. A major significant contribution of this study to the development of a model to study the importance of the job burnout reasons on staff in relation to the extent of the hotel's interest in fighting the causes of job burnout. This study would like to provide hotel managers a clear picture about the burnout levels among their employees in accordance to generational differences. They should pay attention to their causes, negative effects and try to find solutions to the problems they face. Wherever the solutions to minimize them as much as possible.
Introduction
There is no doubt that the hospitality industry had diverse employees from different generations with different characteristics that make it more challenging than ever for hoteliers (Gursoy et al., 2013; Abu El -Hassan et al., 2015) . Previous studies suggested that the generational group employees belong to are likely to influence employees' workplace attitudes, satisfaction, job burnout, and turnover intention ( Solnet and Kralj, 2011; Chien Lu and Gursoy, 2016) . Different generational features it is possible that positive job characteristics in the hospitality industry, such as frequent human communication and undesirable working conditions, may have a different importance on emotional wellness and work engagement of resort hotel employees of different generations, which could lead to different outcomes. Twenge (2010) and Jacobs and Piyapromdee (2016) clarified that generational differences in work importance, work leisure values, or loyalty, for example, May reasonable the effects of job burnout and turnover on work-related attitudinal outcomes among employees of different generations. There is a gap between the importance of the reasons of job burn out and its application in resort hotels (Saheer et al., 2017) . Hotel employees, in the different sectors face a range of psychological stress that affect their performance and loyalty as a result of the presence of internal pressure in the hotel from the professional pressure, as well as customers, colleagues, managers pressure and the lack of administrative support in solving problems and the lack of job satisfaction (Khosaet al., 2014) .
The Research Importance
The importance of the study lies in dealing with the job burnout among employees in accordance to generational differences, which is one of the most important psychological phenomena that appear among the hotel employees. The purpose of this study is to generations. Boomers perceived work to be a vital part in one's life more powerfully than younger generation. Boomers are also more loyal and committed to their resort hotel compared to younger generations because they believe hard work pays off (Gursoy et al., 2008) . Generation X (Gen Xers) is the original latchkey generation. Born between the years 1961 and 1981 (McNeese-Smith and Crook 2003 , Stuenkelet al. 2005 ,or (born from 1965 to 1980) Generational characteristics of this cohort are shaped by critical political events such as the end of the Cold War and a series of economic recessions in early and late 1970s and early 1980s. They saw high unemployment and family relocations caused by such economic insecurity (Twengeet al., 2010) . As a result, Gen Xers have a stronger desire for rapid job progression than do Boomers; they are not work-centric and more likely than older generation to value work-life balance (Twenge, 2010) . They also value independence and liberty from supervision in the workplace (Jurkiewicz, 2000) .
Gen Xers reported higher external control (Twengeet al., 2004) and self-esteem (Twenge and Campbell, 2001 ) than Boomers. Although Gen Xers are likely to be independent and individualistic, placing more value on their own career over being loyal to resort hotel (Beutell and Wittig-Berman, 2008) . Instead of seeking job security, they hunt challenging jobs and better chances to develop their own profession (Kupperschmidt, 2000) . There is curbing effects of the generation were significant between Millennials versus Gen Xers, and between Millennials versus Boomers (Kowskeet al., 2010) . Millennials (Generation Y or GenMe) (born from 1981 to 1999) are the youngest generation cohort, replacing their older generation. Millennial generation has been characterized by economic success, advancement of instant communication technologies through the Internet, social networking, and globalization. Similar to Gen Xers and more than Baby Boomers, Millennials value freedom and work-life balance (Cennamo and Gardner, 2008) . Further, they place a greater value on expressive and rewarding work and are not easygoing of less challenging work (Lancaster and Stillman, 2005) . They also have high leisure work values, preferring a job that provides more vacation time than Gen Xers and Baby Boomers (Twengeet al., 2010) . Despite of their lower work centrality, Millennials have higher expectations about promotions in the workplace (Ng et al., 2010) . Moreover, Kowskeet al., (2010) added that in spite of prevailing beliefs about Millennials' high expectations about work environment and status, prior researchers found that Millennials are as satisfied with their job as their older generations, even reporting marginally higher job satisfaction, and are more optimistic about their career development. Previous research in personality traits among generations found that Millennials are likely to have distinct personality traits from older generations (Twenge and Campbell, 2001; Twengeet al., 2008) . Millennials are found to demonstrate higher narcissism, self-esteem, and assertiveness than their older generations (Twenge and Campbell, 2003) . Millennials tend to be more satisfied with their jobs than older generations, but are similar in turnover intention (Twenge, 2010) . Kowskeet al., (2010) suggested that if millennial employees are less absorbed in their work, they are more likely to intend to leave their resort hotel. However, when they find their job fulfilling and meaningful, thereby being deeply engaged, millennial employees are less likely to leave their resort hotel than engaged Gen X and Baby Boomer employees. If millennial employees lose a sense of significance, enthusiasm, and challenge in their work, their intention to leave significantly increases compared to Boomer employees. Millennial employees' not only higher turnover intention, they also showed significantly lower vigor, dedication, and absorption than their older generations. Millennials have more similarities than dissimilarities to Gen Xers. For example, work centrality and leisure values are considered to be similar between the two cohorts (Meriacet al., 2010 ). Patel, (2016 stated that Generation Z is classified as those who were born in the mid-90s. Generation Z (also known as iGeneration, Centennials, or Post-Millennials is the demographic cohort after the Millennials. There are no precise dates for when Generation Z starts or ends; demographers and researchers typically use the mid-1990s to the mid2000s as starting birth years, and as of yet there is little consensus regarding ending birth year (White, 2016) .Gen Zers are self-motivated, committed to make their own way in life and in their careers; they're willing to work hard to gain success. They also expect a lot in return (Patel, 2016 ). Frank, (2012 showed that a significant aspect of this generation is the widespread usage of the Internet from a young age; members of Generation Z are typically thought of as being comfortable with technology, and interacting on social media websites for a significant portion of their socializing.
Research methodology
The field of study was accomplished through structured interview, which includes studying the effects of job burnout in accordance to generations in 30 resorts of Sharm ElSheikh Resort Hotels. It is translated from English into Arabic. The five-level Likert scale ranging from 1 " was No importance" to 5 "was extremely high importance" was used to design the interview form. The interview was divided into three main sections: the first section: includes five of open ended questions regarding job burnout and generations. The second section: focus on the Job Burnout Reasons importance on hotel employees as well as the level of applications of Sharm El-Sheikh Resort Hotels in accordance to managing the job burnout reasons. The third section: personal data such as (age, education, and department).The self-administrated interview was established in order to investigate the resort hotel managers in regard to job burnout in Sharm El-Sheikh Resort Hotels. Pilot study was conducted in this study during October to November 2017. The survey was done through social media (face book, e Mails), telephone calls, Egyptian Hotel Association guide, the internet (trip advisor) and field visits in order to find out the open resort hotel of total resort hotels in Sharm El Sheikh Resort Hotels during the research period. Moreover, to ensure that the survey was well designed and easily understood by potential respondents, to examine the reliability and validity of the research tools as well as to develop and refine measure of the questions. Interview was reviewed by some academic scholars to establish their appropriateness, clarity and to ease the understanding. Some amendments were suggested and then were implemented. Interview was then pre-tested in order to investigate the respondent's understanding of scale items and to identify also any issues that was complex or confusing in order to develop appropriate scale items to ensure the validity and reliability of the research. For this purpose, a self-administered interview was distributed to a sample of resort managers. A number of 20 forms were distributed to respondents who were asked to complete them. Only, 15 completed forms were valid which represents 75% rate of response. Interview distributed to the resort managers and supervisors through the internet (Google drive, hotels mails) and a personal meetings, hotels managers and supervisors of Sharm El Sheikh Resort Hotels five and four star hotels in the period of December 2017 to February 2018 "during the peak winter periods". The total numbers of expected interviews were (120), only (85) interviews were done correctly and ready to be statistically analyzed. The main purpose of this questionnaire was to evaluate the managers regarding the job burnout 
Results and Discussions
The responses obtained from the direct interview are shown as follows:
The concept and reasons of job burnout The managers were asked about the concept of "job burnout" and job burnout reasons. 65 of the managers in the investigated resorts mentioned that they don't know a lot about job burnout. Furthermore, 16 of them were confused between job burnout and job stress. Meanwhile, more than half of the managers in the investigated resort hotels were each body of them know one or two reasons no one have a complete view they mentioned that life problems, work condition, low occupancy, the political and economic condition are the major reasons of job burnout. Also, 4 of the managers agreed with Korunka et al., 2010 that: job burnout is a result of long-term job stress; job burnout is a result of chronic job stressors, this result also agreed with Leiter and Maslach 2004) ; Job burnout affects an employee when staying in his work without any change or development for long period.
The gap between the demands of work and resources especially when the workplace demands are unusually high this result agreed with Saheer et al., 2017) .
The indicators and main symptoms of job burnout
The managers were asked about job burnout indicators and symptoms. 44 of the investigated mentioned that they don't have a Clair idea about job burnout indicators and symptoms. Meanwhile, 36 of the managers agreed that job burnout indicators and symptoms are: the burned out employee always looks sad,frustrated and dismotivated; Moreover, 4 of the mangers added that burned out employee always tired, less empathy, more exhausted and Taking longer to get things done this results agreed with Korunka et al., 2010 . Also, he may be skipping work or come late and leave early; Use food, drugs, or alcohol to cope. Using drugs, medication or alcohol are considered primary indicators of job burnout and its main symptoms. The highlighted symptoms of job burnout are in agreed with [manager 23].
The methods of measuring job burnout in the investigated Hotels
The managers were asked about the methods of measuring job burnout in Sharm El-Sheikh Resort Hotels. 60 of the managers in the investigated resorts stated that they don't have measuring methods of job burnout. Furthermore, 6 of the managers mentioned that they don't have any idea about the methods of measuring job burnout in their resort hotels. On the other hand, 11 of the managers agreed that their resort hotels measuring job burnout through employees' direct contact to collect employees' opinions as well as monthly and weekly meeting and the daily briefing with the staff as a direct tool to identify the employees' requirements, also, through the departments' managers and supervisors as well as the human resources department and the training manager. Moreover, 5 of the managers mentioned that they usually use the employees annually, quarterly and monthly evaluation to identify the employees' performance. Furthermore, 3 managers use a questionnaire or recommendation box, travel agent reports, trip advisors (online website) and other websites such as holidays check or top hotels to gauge on the customer's opinions regarding the employees and the services. This found agreed with Saheer et al., (2017) in that daily briefing with the staff is important. "monthly and weekly meeting and the daily briefing with the staff as a direct tool to identify the employees' requirements is considered a primary way to measuring job burnout. Moreover employees' party considered one of the most important to give the managers the chance to be in direct contact with the employees to collect employees' opinions.
The highlighted methods used to measure job burnout are in agreed with [manager 5].
The level of applications of job burnout among employees; and are these levels different depending on the different generations of employees?
The managers were asked about the level of applications of job burnout among employees. 46 of the managers in the investigated resort hotels mentioned that employees have high job burnout levels; Followed by, 30 of the managers declared that employees have moderate job burnout levels; Followed by 9 of the respondents stated that employees have low job burnout levels; Finally, few of the investigated believed that employees haven't job burnout at all.
The points that are need to be enhanced / improved for hotel staff to avoid job burnout and increase retention of staff. The managers were asked about the points that need to avoid job burnout and increase retention of staff. 70 of the respondents indicate that: Taking care of employees; good salary and good treatments of the staff are a suitable means to avoid job burnout and increase retention of staff. This found agreed with Shumon, (2010) and Bagnall et al., (2016) , in Taking care of employees. Also, there were other means to reduce staff turnover as added 15 of the managers such as: respect and good position; insurance; choosing employee of the month; holding festivals ; thanks letters; conduct training to support any changes in employees' jobs; adequate and achievable demands; hire a suitable number of employees according to job demands; encourage younger employees to develop new skills; design systems to encourage staff; use modern technology; give employees regular and constructive feedback; promote positive behaviors at work. This found agreed with Griffeth et al., (2000) in good position; insurance; choosing employee of the month; holding festivals and thanks letters.
The reasons of job burnout
This question was designed to investigate the managers' perceptions concerning the most effective reasons of job burnout and rank this items according to their importance from the respondents' point of view/ and then arrange them according to their level in resort hotels. Towards ranking the main group factors of the importance of Job burnout reasons as well as their levels in Sharm El-Sheikh Resort hotels as showed in table (3), the results showed that: Concerning job burnout reasons, the results refer to: Regarding work-related causes of burnout: Lack of job security was the 1steffect ranking position with average of (98.36). This result indicates that job security is very important. Role conflict and role ambiguity were the 2ndranking position average of (94.82). This result reflects the importance of role clarifies.
Regarding the 3rdimportance ranking position average (93.18) was Lack of social support. This shows the effect of social support. In the 4th position was time pressure, with average (91.30). This assured the effect of feedback.
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Concerning the 5theffect ranking average of (84.94) was regarding agree with that lack of participation in decision-making. This result indicates that employee's participation in decision-making need to improve. This agreed with Bakker and Demerouti, (2008in that lack of job security. In terms of lifestyle causes of burnout: Working too much, without enough time for relaxing and socializing was the 1st effect average (98.12). This result indicates that relaxing and socializing are very important. Family responsibilities were the 2nd effect average (96.94).This result reflects the effect of family. Regarding the 3rd level average (94.36) was alienation from family. This shows the effect of the alienation from family. In the 4th position were that not getting enough sleep and taking on too many responsibilities, without enough help from others, with average (93.42). This assured the importance of work control. Concerning the 5theffect level average (91.84) was regarding both working with a tough people and work-life imbalance. In reference to personality traits can contribute to burnout: High-achieving was the 1steffect ranking position average (98.58). This result indicates that high-achieving is very important. Perfectionist tendencies were the 2nd effect average (97.64). This result reflects the effect of the perfectionist tendencies. In accordance to the 3rd average level were financial problems with average (96.00). This shows the effect of financial problems. Value conflict was coming in the 4th level to the respondents with average (95.30). Following in the 5th effect level by that nothing is ever good enough, by average (93.64). Work-related causes of burnout Concerning both Lack of job security and the modest salary were the 1st weakness average (35.76). This result indicates that Sharm El-Sheikh Resort hotels need more care about job security and workplace dynamics in accordance to manage the Job Burnout Reasons. In reference to Non-good distribution of roles the 2nd Weakness average (39.06). This result reflects that distribution of roles in Sharm El-Sheikh Resort hotels need more care to avoid the Job burnout. Regarding the 3rd level average (41.92) was work structure conditions; this shows that work structure conditions in Sharm El-Sheikh Resort hotels need more care to prevent the employees from the job burnout. In the 4th position was lack of feedback, with average (44.98). This assured the importance of avoiding pressure. Concerning the 5th level average (48.00) was regarding agree with that lower administrative level of support. This result reflects that Sharm El-Sheikh Resort hotels need to improve the administrative level of support in order to avoid the Job Burnout.
Concerning lifestyle causes of burnout
Work-life imbalance was the 1st Weakness average (49.42). This result indicates that Work-life imbalance need more care. In relation to not getting enough sleep was the 2nd Weakness average (61.64). This result reflects that the hotels need to study the reasons about why employees not getting enough sleep. In accordance to the 3rd average level was lack of close, supportive relationships, with average (62.36). This shows that hotels need more care about supportive relationships. Family responsibilities were coming in the 4th level to the respondents with average (64.24); Followed in the 5th level by being expected to be too many things to too many people, by average (65.42). In relation to personality traits can contribute to burnout: Health problems were the 1st Weakness average (59.70). This result indicates that employees' health need more care.About High-achieving was the 2nd Weakness average (60.22). This result reflects the importance of high-achieving. Regarding the 3rd level average (60.48) were financial problems. This shows the importance of the financial issue. In the 4th position were perfectionist tendencies, with average (64.24).Concerning the 5th level average (66.60) was reluctance (unwillingness) to delegate to others. Prior to testing the hypotheses, it is important to establish the reliability of each of the items used in this study. Reliability judges the degree to which measures are free from error, hence, yielding consistent results (Tabachnick and Fidell, 2001) . Means and standard deviation in table (3) used to measure the reliability. Kruskal-Wallis Test between the different generations in order to explain the generational differences in accordance the effect of job burnout reasons in the employees.
Work-related causes of burnout
Mean score was used also to determine which group is higher. The Mann-Whitney U test revealed a statistically significant difference between the three groups in terms of most of the scale variables such as: unclear or overly demanding job expectations, doing work that's monotonous or unchallenging, working in a unorganized or high-pressure environment, lack of feedback, role conflict and role ambiguity, lack of social support, time pressure, lack of autonomy, lack of participation in decision-making, the modest salary, lack of job security, Dysfunctional workplace dynamics, housing conditions, poor nutrition, non-good distribution of roles and work structure conditions. On the other hand, there was no difference between the three groups in terms of lower administrative level of support, lack of job satisfaction, being under constant and strong pressure which may be unrealistic and not having opportunities for personal expression, lack of recognition or rewards for good work and poor job fit.
Lifestyle causes of burnout
The Mann-Whitney U test revealed a statistically significant difference the between the results in five star resorts and the results in four star resorts in terms of taking on too many responsibilities, without enough help from others, supportive relationships, working with a difficult people, family responsibilities and work-life imbalance. But there is no difference between the three groups in terms of alienation from family and working too much without enough time for relaxing and socializing, being expected to be too many things to too many people, not getting enough sleep, Lack of close, supportive relationships.
Personality traits can contribute to burnout
As shown in Table 4 .13, it's quite evident that there is a statistically significant difference between the results in accordance to generation boomers, gen Y and gen Y in terms of nothing is ever good enough, lack of fairness, health problems and financial problems. On the other side, there is no difference between the two groups in terms of perfectionist tendencies, pessimistic view of employees self and the world, the need to be in control, reluctance (unwillingness) to delegate to others, high-achieving, type a personality and value conflict Exploring the gap between the importance of the reasons of job burn out and its application in resort hotels The Mann-Whitney U test was used in this study to compare between the importance of job burnout on employee and the application of job burnout reason in Sharm El-Sheikh Resort Hotels from the management point of view in order to find out if there is a significant difference between them in terms of the importance of job burnout reasons in accordance to the resort hotels application. The following tables and figures handle this issue: 
Work-related causes of burnout
There is a statistically significant difference between the two groups in terms of the majority of the scale variables.But; there is no significant difference among the two groups in terms of not having opportunities for personal expression.Mean score was used also to determine which group is higher. The Mann-Whitney U test revealed a statistically significant difference between the results in the importance of job burnout reasons in the employees and the results in the application of manage the job burnout in Sharm El-Sheikh Resort Hotels in terms of feeling like the employee has little or no control over his work, lack of recognition or rewards for good work, doing work that's monotonous or unchallenging, lack of social support, lack of autonomy, lack of participation in decisionmaking, The modest salary, Dysfunctional workplace dynamics, housing conditions, poor nutrition, non-good distribution of roles and lower administrative level of support.
Lifestyle causes of burnout
The Mann-Whitney U test revealed a statistically significant difference the between the results in the importance of job burnout reasons in the employees and the level of manage the job burnout in Sharm El-Sheikh Resort Hotels in terms of all the attributes such as: being expected to be too many things to too many people, taking on too many responsibilities, without enough help from others, lack of close, supportive relationships, family responsibilities. The importance of job burnout reasons in the employees has shown a higher mean towards these attributes than the application of manages the job burnout in Sharm El-Sheikh Resort Hotels.
Personality traits can contribute to burnout
There is a statistically significant difference between the two groups in terms of all the scale items. As shown in Table 4 .13, it's quite evident that there is a statistically significant difference between the results in the importance of job burnout reasons in the employees and the results in the application of manage the job burnout in Sharm El-Sheikh Resort Hotels in terms of Pessimistic view of employees self and the world, perfectionist tendencies, reluctance (unwillingness) to delegate to others, high-achieving, health problems, financial problems. Exploring the managers' perceptions regarding the employees' generations' impact in job burnout using the Kruskal-Wallis Test. The aim of this comparison is to determine if there is a significant difference between generations in terms of the effect of job burnout reasons regarding to the managers perceptions about the employees in the Sharm El-Sheikh Resort Hotels (Table 5 ). Work-related causes of burnout Mean score was used also to determine which group is higher. The Mann-Whitney U test revealed a statistically significant difference between the three groups in terms of most of the scale variables such as: unclear or overly demanding job expectations, doing work that's monotonous or unchallenging, working in a unorganized or high-pressure environment, Lack of feedback, role conflict and role ambiguity, lack of social support, time pressure, lack of autonomy, lack of participation in decision-making, The modest salary, lack of job security, Dysfunctional workplace dynamics, housing conditions, poor nutrition, non-good distribution of roles and work structure conditions. On the other hand, there was no difference between the three groups in terms of lower administrative level of support, lack of job satisfaction, being under constant and strong pressure which may be unrealistic and not having opportunities for personal expression, lack of recognition or rewards for good work and Poor job fit.
Lifestyle causes of burnout
The Mann-Whitney U test revealed a statistically significant difference the between the results in five star resorts and the results in four star resorts in terms of taking on too many responsibilities, without enough help from others, supportive relationships, working with a difficult people, family responsibilities and work-life imbalance. But there is no difference between the three groups in terms of alienation from family and working too much without enough time for relaxing and socializing, being expected to be too many things to too many people, not getting enough sleep, lack of close, supportive relationships.
Personality traits can contribute to burnout
As shown in Table 4 .13, it's quite evident that there is a statistically significant difference between the results in accordance to generation boomers, gen Y and gen Y in terms of nothing is ever good enough, lack of fairness, health problems and financial problems. On the other side, there is no difference between the two groups in terms of perfectionist tendencies, pessimistic view of employees self and the world, the need to be in control, reluctance (unwillingness) to delegate to others, high-achieving, type a personality and value conflict. Research hypotheses were tested using Pearson product-moment correlation co efficient. Preliminary analyses were performed to ensure no violation of assumptions' of normality and linearity. Table (7) shows that there are correlations between the hypothesis proposed relations in the conceptual model with (r) values ranging from (.012 to .734), **. Correlation is significant at the 0.01 level (2-tailed) and the obtained correlation values in the third and fourth hypotheses are in the expected negative direction. Based on the results of Pearson correlation analysis which represent proposed liner relationships, all the research hypotheses were supported. 
Job Burnout Gap Model
The job burnout gap model is a model between the importance of job burnout reasons on the employees and the level of application of the resort hotels in accordance to job burnout management from the perspective of resorts managers see Table(8) .
The aim of this model is to shed light on the gaps between the managers' perceptions regarding the job burnout reasons importance in resort hotel' employees versus the resort hotel' level of manage the job burnout reasons in order to meet and achieve the employees' satisfaction and avoid job burnout better way. 
Conclusion
Based upon the data obtained from the interview, it can be concluded that: Resort hotels should improve the awareness of the job burnout and the different between job burnout and job stress. Bring new practices that help in increasing its performance and keeping the guest satisfaction. These practices should focus on avoid job burnout and increase employees' engagement. Define the needed factors to satisfy the employees to avoid job burnout. Taking care of employees; good salary and good treatments of the staff in order to avoid job burnout and increase retention of staff. Avoid barriers facing the management to meet staff requirements. Resort hotels should give attention to lifestyle causes of burnout such as work too much, without enough time for relaxing and socializing, care about family responsibilities, and manage alienation from family. As well as, Work-life imbalance, not getting enough sleep, lack of close supportive relationships. Care of that personality traits can contribute to burnout such as high-achieving, perfectionist tendencies, financial problems and health problems as very important points to look after. Improve the awareness regarding the job burnout dimensions and intention to leave. Resort hotels managers should improve the relationship between the employees through recreational activities, inter and intra departmental competitions, group outings, giving regular breaks to employees between work hours, discussions, stress management and job burnout management. Resort hotels should give more attention for staff selecting. Hire adequate staff proportionate to the level of work load expected. Should provide strategies to improve the employee satisfaction and maximize their participation in the resort such as: clear vision mission and action plan; providing security of jobs, keep healthy working environment. Managers should encourage employee motivation practices such as: thanks letters, employee of the month and employee of the year, yearly and quarterly parties for the employees, festivals, thanks letters and incentives. Educate employees how to access the required resources to do their job and should give them regular and constructive feedback. Provide adequate and achievable demands in relation to the agreed hours of work, employee's skills and abilities. Empower and involve their employees to participate in the decision making process of the resort hotel. Listen to employees' suggestion and recommendation through meeting, recommendation box and meetings in order to meet the employees' expectations. Assure employees rewarding, good treatment, fair treatment, compensation, benefits, modern technology, recognition. Apply human developing strategies to avoid job burnout. Provide information to enable employees to understand their role and responsibilities. Managers should conduct training (On-job-training and off-job-training). Look after work-related causes of burnout such as lack of job security, role conflict, role ambiguity and lack of social support. Resort hotels managers should be aware of that Gen X has more importance in some workrelated causes of burnout such as: Feeling like the employee has little or no control over his work, lack of social support, lack of job security, Dysfunctional workplace dynamics, housing conditions, poor nutrition, lack of trust between supervisor and employees, facing unrealistic demands on employee time and energy, Too much responsibility and training. should determine that Gen Y has higher importance in some work-related causes of burnout such as: Lack of recognition or rewards for good work, doing work that's monotonous or unchallenging, Lack of feedback, role conflict and role ambiguity, time pressure, lack of autonomy, lack of participation in decision-making, non-good distribution of roles, lack of job satisfaction, lacking a sense of accomplishment and being under constant and strong pressure which may be unrealistic. Gen X has more importance in Gen Y has higher importance in some lifestyle causes of burnout such as: taking on too many responsibilities, without enough help from others. But, there is no difference between the two groups in terms of working too much, without enough time for relaxing and socializing, being expected to be too many things to too many people, not getting enough sleep, lack of close, supportive relationships and alienation from family. Resort hotels should determine that Gen X has more importance in some work-related causes of burnout such as: nothing is ever good enough, health problems and financial problems. But, Gen Y has more importance in lack of fairness.
Limitations and suggestions for future research
Based on the results obtained during the study, the following recommendations could be suggested: Resort hotels should improve the awareness of the job burnout; Bring new practices that focus on avoid job burnout and increase employees' engagement; Assess job burnout management as a major tool to avoid burnout. Resort hotels managers should define the needed factors to satisfy the employees to avoid job burnout; Providestrategies to improve the employee satisfaction and maximize their participation in the resort such as: clear vision mission and action plan; providing security of jobs, keep healthy working environment; Encourage employee motivation practices. Moreover, Resort hotels managers should educate employees how to access the required resources to do their job and should give them regular and constructive feedback in order to reduce job burnout for employees, provide adequate and achievable demands in relation to the agreed hours of work, employee's skills and abilities; Assure employees rewarding, good treatment, fair treatment, compensation, benefits, modern technology, recognition.
